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ABSTRACT 

This monogi^aph, produced by the Hanpower Development 
Higher^^ Education System^ is designed to lead sefvice deliverers 
through a series of lectures, exercises, and demonstratioiis vhich 
will enable them to understand the essential^ of putting togett&er an 
employ ability plan which is consistent with both the principles of 
human development and the limitations of program and \liatbor market. 
Trainees should already possess fundamental interviewing r stssessment, 
and relationship skills. The two-day training program contain:^ an. 
foverview of the entire employability process through a^simulai:ion 
game. This is complemented by a series of activities which relate to 
the various aspects of employability planning su&h as assessment, job 
choice, and tracking of participant progress. Topics addressed 
include: work role: as a personality modifier, decision* making, ^ 
assessment, behavior contracting, behavioral objectives. Goal: 
Attainment Scale, ,and Employability Planning forms* (Author/JLL) 
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IWroODUCTION 

. E^5loyabiii,ty Hevelopccim enccriqjasse^ a variety of activities and 
services desigr^rtd assist progriani participants to becocpe imre com- ^ 
petit ive in the labor tnarket.r^^^^^^ 

program, but generally incliide assessment^ basic skills tx^alnir^, 
vocational training,! job search preparation;" job devetopment and 
supportive services • Ihey are, in some prcSgrams , provided in the con- - 
text of sxibsidijzed enploymeng. 

The eentraX design for providing these services, for: deciding the 
most "sui table' kind /of job and for articulating the resources of the 
program anjd the connimity, is the. aiployabi^ity plan; * This is -an^ 
individualized proposal which integrates the potentialities, of the par- 
fclcipahts, the capabilities of the program* and the realities of the . 

labor market. To create a \rorkafe)le ecnploj^^ility plan, the service 

. " ■ ' . ■ ' ' ■4' ^ ■ ■ """^ ^ 

deliverer mist have solid knowledge qf all three ccnponaits. 

' ' ' ^ ■ ■ - 'r . ■ ■ ■' ^ . ^ • ■ 

This monograph is/designed^ to lead service deliverers though a 

■; ■ • ■ " ; ■■■ ■ ■.' , ^,\^ ^ '-^ ' • .■ ' ' '■ \ i 

series of lectures, exercises and demonstrations 'which will enable 

■ ' ■ ■ " . . ,^ . . 

, " .' ' • . ^ ■ .■ . ■ ' ' . . • ■ ' • , 

:lhem to imderstand • the essentials of putting together an enpldyability* 
plkn- which is at once c<5nsistent with both the principles of human 
deivelopment and jtfhe limitations of program and labor market. -An assojnp 
, tion made here is that trainees already pos@ei^s siach fimdarrientaT s.^as^; 
interyieidjr^; assessment and relationship skills. 

SCOPE QfygRAHnNG V, ' . 

. ' •The4tr is designed for delivery by two trainers in two , ' 

cc?nsecutiv4 days to an* audience of at least -twenty and not more 



Page 2. ' 

forty service deliverers and first line supervisors, - Ihe txalning 
Contains an overviw of the entire employability process throuj^ a 
siimilation game> \vhich, with its lengthy debriefing ^and discussion 
takes %full half day. This is complemented hy a series of activities 
\ghich relate to the varioOs aspects of eraployability planning sxjch as 
assessment, job choice and tracking of participant progr^s. 

• The trainers should possess rele^Tant experience in enployability 
programs and have a working knowledge of st^h ateas as : . v 

- occupatioTial assessment * 
hucnan -development " " / • 

- occupatiqnal choice • . 

- the Helping process 

- job djevelopment ^ " 




- In addi4:ion, the trainer s\ should be able conduct group discus- 
sions and to inpart iiiformatiori effectively, 

TRAIMG OBJECTIVES •. ' ; • ' 

'By the end of tlie session, trainees .will be expected to achieve 
a nuffuber of cognitive and behavioral objectives, associated with the 
development and inonitoring of emploj^ility plans: ^ 

a. Awareness of the work role as a personality modifier, 

. - . /' ' 

b. Knowledge of the^ elements in - the decision making process , 

as applied to occupations. ^ ' V. 

c/ Knowledge of basic^ assesanent concepts, procedures and 
*v ethics, ' r 



o ■ ■ ■ ■ . .. ' ' ' ■ ' \ 

ERIC _ / . ^ • 



)V' , . . ■ - ■ . ■ ■ 

:^ - ■ ■ ■ ^ . ■ ■ • . ; ■ V - 



d.: Capability of drawing xsp a'behavicDir contract . 

p. Ability to write behavioral objectives. / ^ ' 

• £• Ability^to ccostrijct a Goal Attainmerlt Scaltg^ 

g. Familiarity with Employability Planning forms design and 

. , tlie in^ of tiie forms on the"^ prodess . - ' ^ 

•^TRAINING METHODS - ■ . / ^ / 

« lliis trainirilg session depends upon a mix of information with 

activity, i|jo that traiiiees are first briefly instructed then asked to 

* .perform a related structured activity so that they have the opportunity 
to practice the skills under ^discussion. A nxmber of handouts are 
used as additi(gj||al in^oroa sources, or to -clarify group activities. 
Certain activities are perfonjied in small groups, or trios, with helper-* • 
helpee-observer roles. Trainers provide demonstrations of certain 

, ^skills, and of f er feedback to trainees on their performance. 

... ■ , - . . • . , ■ ■ . _ . 

TRAINING SCHEDUUS 

• DAY i ■ -" ■ . ■ / ' ^ 

9:00-9:30 a.m. Introduction, Structuring and Discussion of • 

Training Objectiveis 

9:50-11:00 a.m. ' Structured Activity and Discussion : 

■\\ 

"First Names, First Impressions' ^ ^ . \. * 

■ , -■ ' ■ * - ■ • ' ' ' » . . 
This activity is designed to illustrate the . ..\ 

, importance of inpressionistic assessment and 

> to make trainees aware thaj: they .assess- . 
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program participants from the first contact, : . 
. 1 . " The 'gtinip is d^ded into 2 stibgroiips , 

with a trailer for each group. 
2 . Subgroup meiribers are instructed to bring 

jpaper and pencil and to be seated^in^^a^ . ; * 
, circle so tfaiey can see each otiier . : ' 

3/ Each is invited to spend a raiiiute . 

introducing him' or herself to the group , . 
giving name and scra^ persona): information. 
•— The leader ^hojild model this for the gccnsp , 
• starting first, ^descriJbing; carieer, avoca- ^ 
" tions and any other personal disclosi^ 

for about a minute. ' ' . 

' » ■ ■ ■ ^ '. " ■ 

. ■ ■ . '.^ 

4. When all have done this, th^ leader asks 

each to write the names .of all dther gtot^ 

' ■ .... 

/ members on a sheet of paper, £rom memory/ '. - ■ 

5. Each is asked to read. their list of narpfes 
arid to fill in the blanks. V * • 

6. Participants are asked to write dcwn a /' 
first .ia[?)ression of the others in thfe /^S ■ 

group in a fe^^ wprds on a sheet of paper 

• * ' • '. " 

(identifjrLng each by name). 

7.. The leader collects and- reads these first' ' 

inpressions ]?ack to th6 group, one pesrson 

' — 

at a time, so that all fixfet inpressions 



of trainee John are read , ' then all- ' 



i-f^.".-,.' 



1 1 1 



I. 



■V-.- /■'■ ''■' ■ iniiAressions .of . Jane ■'aGce.''r^d; ■ etffc/- 

::;>V.^•■^■.^ '. • , '".■■/•.'/•'••. • [ •■• ! 

- x ' • 8 . A disctission is held ground the /folldwing» /./ 



■■■■ f ('"■'■' f:^ ■ .■•.•^v" ■.' ' a. How Accurate aire first i^res^sijoncisZ iM-i ^i^-. 

, :r:\^/- , . ^ r' ■ h. Can t!hey h^/i^^ in ■ irtteract^aS^ 

■ ■j^^";.. ^^-'^iJ^'^'O^^^^^^ : ^'■■■.v /c, y^-^Sii^ data is avHolatile,- /yr'-'. 



'I- 



pit^feails of iiipressionistic ass 



' • ' — ". ^. ■ ■■■^.^ what factor^ 
. . ■ , ^^^-^^^^^^^/^^^^^^^ dress, :Pon-^ 

. ^ . , . V > verbal cno^ of ^5i^f^dlsclpsure - 
*^ ' ' V . * inaterial, name, ^ 

y in client : a^ 

. wiich sl^^ out. ^ ; 

11:00-12:00. piin. . Formal Assessment; V Lectuire oh Concepts and >[■ 
■ • '^.^ Ethics , ' '-^;/' /■ / > : ' ^ - : 

' . ' 1. Definition of a standardised ;t<$st^^ ^ 

- . set 'of forin^r insti^ 

ai^. scoring procedures VThich ^rleld date^ 
' / ; . about a person which can be xjsed to inake 

judgments about behavibr, or x^ich can . /'( '.• ■ 
be used/ to describe a psychological ; 
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atbrf.bute reiaitive to ipiat person's ' ^ ■ ; 
Standing ;cc3iipared>to,btii^ . A: test 
is. th^efore^a sirrole of beha^or taken 
in: siich a t3iat wei canyOTedic t inDri?- / ' 

to t±ie pe^ , , 

2; /Validityt^ i A t:6st^^.t^^^ bf valu^, nust > - • 
Tneas\ire/i^^ it' is^ supposed to | it mast ; 
: have a relationship to the behavior viiich 

/ is ptedicted^ Face , or concurrent 

.'■■''''■"/ * ■ * *, ■ ' " . 

validity^ are 'briefly described/ Examples 



of valid and invalid meastxres are givm^ 
3, Reliability : Consistency with v*iich some " ^ 

; ■ ' ■.,./ 'A/..'':--::::/- .■ ■ 

results , a^ or; degree to Twhich. ^ : . 

error b^ environmentaL variables . ^ I 

are jgivien (e,g. / shoe /Size is reliafa]^ " . ^ 
iiieasiire^ ih adults but irnalid in. pr^-;§'' • < 



■ dictiiig skliiig p^ ; - \v:"- ■ 

l^sab^ity: Corivpnieince , cost and intesrr: 
pret^tion factors, are considered. jl. 



Testing^^iise pri^ ^ V - ' . • ^ ; 

a. Always test; fbir a specific ptj^^ [. 
ik)t ' just -becaus it -s the rovrtine^ - 
; * Be sure the person taking iJh^ tes^ ^; 
. \ ' , is a suitable subj^t: reads at > v 
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proper level , is jx>t±^^ j 
Prepare progjim i^tfi^ 
their best.:- .■ . ^ *■ j 1 - 
Pretesting orientatj^^ 
;tiori^/to" this 'cliertteiei:-M 

- tin hDs<r 'tb^' t^ke* .t<^ts ; , l:::;^^;^'---:^ 

- in order to tjec^^ Excessive J: • 

Test resiilts belong to ^e client, not- 
just / the agency . _ The icplicatioh 



/ 



It's linultiple^ i.e. stxiengtiiened :;/ 



here is that resxiLts are to be inter- : v • i^^^^^ 
V preted in such a way .that test taker iVl-'^Vj? 

- . ■ . - ■ - . . . ■ • - ■. i ' ,; ^i- A;;. 

can xmderstand iaplications and limitair ' v 
tidns and make npre ' informed decisions -Z^' 
e. Testing is more loseful if : • J 

1, 

by several measures of same 
factots. ^ . - " ^. . ■ 

2. It is integrated with other nbn-r : 
' test data. 

3. The test t^er is involved in the ! 
; interpretation process through self- 

evaltiation, cooperation or conflict. 
with results. 
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i 



12;Q0^1;O0 p.in.v • " ' Lunch • v' • V , -'^ 



'lj00^1:30' p.m> . ;:: - - 'The T-Teat^^ 



; ; This exercis is 'desigried to illxistrate the! 
/ ' process of inf earring frah behavior > 

• " - on a tSst; oto fntroduGe t±i cohc^t of 
;- -indi^rLduaJL 'te 

r / ' ' * • ' disdnasi^ri-^ef^taridar test issues. 



r: ■■■-/■ 




1. To intfc5duce the concept of personality 

. traits,,, "'^ ■ ' 

2; To- illystratei tfae prddess of inferring 

^ r ' : ■ ^ ■ ■ ' ■ - ■ 

' "characteristics from behavior. 
. 3. To fhelp dlpiinish some of',tjtie ijnpTxxiuctive 
anxiety ti^iich is of ten associ^ 
/ filling gojB-^^ instnjn^ts • : 

or inventoriies. 
" Grotip/Size r f > / - * ■ ' 
IMliinitedf ^ / ' 

Time Reqioired / : i 
""Approximateiy thirty minat;es . : 
Materials Utilized 

■ ■ \ . r ■ ' . ' " ■ ■ 

1 . Pencil and paper for each participant ' 

. 2. N&^sprint aijd felt- tipped marker . 

Physical Setting ^ * 

Participants shpiild b.e seated comfortably 



for writing.' They shoiald be able to see 

the display of group resxJLts , 

Process 

1. Without; telling ^Aiy, the facilitator 
announces that he is going to administer 
a test,; He distribffttes pencils and 

; paper and asks participants ^to get re^dy, 

2. JHe tells participants^ the following, 'Tdr^ 
vtlie fiext minute I want you to make as 
many T's on the sheet as you c«n. .Jiake 
the letter T as ihany times as ybu can in 

. - a minute. Gol" 

3. After one minute he says, "Stop I Now I 
want you to count the nunober of T's that 
you made and to write down that nuirber/" 

4. When all have finished counting, he 

determines the highest and lowest "scorja" ^ 

'< 1 _ 

^d makes a^ distribution orj the dis|)lay 
chart. For exanple, if "the hi^est score 
is 210 and the lowest ;score 64, he woiild 
make a chart like this: 
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Score Interval Tally 



•201+J. 1 . ; 

V' 181-200 11 \' . 

.161-180 - Hil 
' 141^160 . litl 111 

121-140 \ liil lill iirt 1 

101-120 ■ , tin nn 

81-100 ' Mil 1 

61^89 ' 11' ' 

m ' ■ ■ • 

» 

5. He t±ien asks, '."What does this T'-Test 
measTire? It is obvious that whaitever is 
being measiired, we don't have^^l ecpjal 
amovints of it." 

Participants call out ideas about the 
cbristnacts that may explain the individual 
•'differences in T-tnaking^ behavior; All of 
these ideas are posted. 
Following is a typical list o£ what - - 
participants, hypothesise to he measured 
in die test: 

- ^e-hand coordination 

' - ,dexteritx^ _ " 

- ability to follow directions - / 
creativity " ^ . 

- conpetitiveness 

- T-making behavior 

- anxiety 

- quickness 

- achievement need ' 

- compulsiveness 

6. . Ihe facilitator 'Initiates a discus^sion of 

the validity of the^ "test" (what is 



presunably measured by the procedure) with 
the participants. He le^ds toward a - 
treatHtent of the concept of traits, vMdi 
ate arbitrary labels devised by psycholpgists 
to "explain" bdiavior by hypothesizing 
linear continua witiiin p66ple. 
The faci^-itator begins to explore the 
meaning of traits from a conceptual 
point of' view, ; The facilitator points out 
that the responses « pf f ered by the group ' 
are trait- terms. In the list shown above 
each of the terms is generally considered 
a trait name, with the except:ilpn of 
"ability to follow directions", ^'eye-hand 
coordination", and '^--making b^iayior ." . • 
Next the facilitator offers the- following 
definition of traits^ "Traits are sets 
of categories invented by behavioral 
scientists to permit the orderly descrip- 
tion of behavior." From t±iis definition, . . 
a short • discussion may be centered around ' 
the idea that traits do not exist in and 
of themselves in the person; there ife no ^ 
part of the Individual that houses com- 
pylsiveness, for exanple. Rather', 



iruiividuals respond to stimuli** Behaviors 
are elicited from individuals . the person 
x^o constructs' tests calls traits into 
being - invents them - in an attenpt to 
help describe behavior and classUfy it 
mthin meaningful categories. 
In cal]^ing a trait into being, the test- 
constnructor or theorist nust define ^his 
trait. He does this at two levels - 
theDretical and operational . 

A: Theoretical Level: Ihe theoretical 

* * • " 

definition, of a trait generally con- 
. ' . sists simply of sets of words used 
to describe the trait. 3ji the 

test, for exajiple, one trait name 

. ^. . ' ■ • • • 

*~ generated by the participants was ^ ^ 

that of "conpetitiveness." A theorist 
^interested in the study of ''corrpeti- 

tiveness" may define the trait 
. theoretically as follows: "Coinieti- 

tiveness is the motivatiorj for ^ 
\ personate enter a structured task 

with the objective of out-performing 

all other persons engaged in^the 

task." ' 



B. - Operatioml Level: Widi the ^bave * 

theqtetical definitiOTi, it is necessary 

td Afevelop ' sociB set of operations - 

.an /o]pei:ational definition of the 

triiit in ordet to qpable persons to 
I ... • • 

respond behaviorally in sioch a way v 

It the trait can be assessed. In 

the 'T' test, t±ie set of operations 

is the actual reproduction of T's on 

,el. piece of paper v^ch rnerely consists 

of the. specific behaviors employed 



to do the t^k. In and of theniselves 
such behaviors have little meaning. 
However^ ^when the tern "conpetitiveness" 
is invented and defined, one most then 
elicit and measure corresponding 
behaviors / (From Pf eif f er W. . and 
Jones, J. Structured Exercises in Human 
Relations Training , Vol. 4, 1973, ' 
University ''Associates, Palo Alto, CA.) 



1:30-2:30 p.m. 



Self Assess ment 

— ~~" — ~ — V ■ 

IntxodUction ; 

The assessment process is incomplete unless 

* . 

the person being assessed becomes involved 



^in t±ie process in ah active rather than the 
frequently passive, coir]irig--down--from-above 
test and iiiterpret system used in employment 
and training programs. The test, or a 
series bf ? tests are administered;, the results 
are analyzed and reported to the pjarticipant . 
It is something like God speaking to MDses : 
•"He told me I should be a mechanic (or a 
s^retary) If an enployability plan is to 
succeed, the persort vghos'e enployability is 
bfeing planAed must pgbrticipate in the process 
Procedure:. , . ' ' 

A rather sin^jle exercise viiiich can be done in 
'small groups, or in a one-to-one interviews - 
can achieve a. certain^ amount of ■ involven«^ 
by prc^^ participants . A, sinple chart is 
made tro beforehand ^drlch looks liice this: 

.,, . ■■■■ I: ■ ■ 

• .. f ■ 
" ^ ■ \ ■ ■ . " ' . 



t 

la ■ 



■t. . 



I 



Much Above ' 

" Average 



Above " 

■ I 

Average 



Average 



Below 
Average 



Math Readiiig^ Writing Mechanical Artisticv-Dextgrity . ^ 'AD|)it^^^ Interpersonal 



i' . 1 



m 

H 

(1) 

04 



Much Below 
Average 
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The fcounselor i§ diea asked to rate self on 
this chicrt, placing an 'T- at the appropriate / 
rating for ead^ trait. Ihese '^'s" may be 
connected^ with -a line to show an individual 
profile. The counselee is then asked, to 

' explain the ratings and disctiss any experiences 
that led to these, ratings , sixii as work 
experience, school grades or leisure interests, 
Finally, standardized test data on the .same . ' 
traits may be .conpared tQ tiie -Velf rStiiigs 
similarities and discrepancies are discussed. 
It is easy to see how plans for remedji^ing ; ' 
weaknesses ^d^f or choosing training or a 
job which Capitalizes on stjfi^ngths might 
emerge from sxoch an exercise. It is,,, of . . 
course, an anplification of the logic of the 
Self-Directed-Search, \Aiich ma;9^"1^e used to 

/folldw-up in a more detailed manner, this 
self analysis activity. If time permits., 
trainees may- be disked to form several . 
subgrotqjs of six and fill out charts, likp 
the above (but perhaps with different factors— 
sane relevant to the training—listed such 
as: "Familiarity with tests", -Interpretation 
skill", or, "Group Leadership") . Th6n trainees 



discuss their relative strengths and 



weaknes?" 



Non-Test Assessitent; Review of Inter^ewing 
Skills ' ' ' ' ■ "^' v rl'^ 

A barief explamtibn of interview skil^ls " 
based on the nrLfcrbcounseling ihSdel is given • 

,role play exfa^cisei is carried out,* 
(Note: See pages ei^teen, nineteen and 
tw^ity for exercises,) 
Tlie trainer introdiaces the ideas, behind 
the Microcounseling nodel by explaining that 
tMs is a beha:vioral approach. Ivey 
originally developed the system ^om video- 
tapes of skilled and imsMHed helpers, ^ 
• noting the difference. Trainers should role 
play good and poor interviewing techniques 
.in front of the group, focusing each time on 
a single behavioral skill . 
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MICROCOUNSELING 

^ This ^approach to acquiring skills is applicable to several * 
"iieiping* activities , especially Interviewing— the process of sedcing 
and\giving informtion.£^ Counseling- -helt>i^ ano their to imderstand 
self and to change behavior. It trxvoiveS: dividing helper • behavior into 
small units and offering an opportunity to receive direct f eedl^ack on 
' performance -in practicing these small behaviors. MLcrocounsellng 
assumes that interviewer bdigvior is extremely complex gnd can best be' 
learned by breaking it down into discreet behavioral uriits mtil the 
trainee has, internalized each skili to such a degree that it can be / 
emitted spbtitanepusly aifid without premeditation. 

. The .basic model usually includes: 

1*^ A 5, minute diagnostic interview by .the trainee, i^^ _ 
. ' Videotaped.:' -/ - ' -.^J^ ■ 



2. The trainee then reads or hears a descripi^ori the. 
specific skills to be learned.' 1 > ^ 0-^ 

The trainer then-discusses the interview and the 
skill descriptions ^^ . " ^ ^ 

4. Models degionstrating the skill^ arp shown. /Negative 
/ models may also be shown, ' ^i^^] * ^ ^ 

:5. /The initial interview is replayed and discussed, with 
specific references to examples vhere the skill 
displayed or not. ' . V - 

6. The trainee reinterviews the client, practicing the 
behavior in question. 

;7. Feedback is given on this intervle«r': ' ^ 



f 



(Adapted from Ivey, A. E. >tLcroc6unseling , C. Thomas, Springfield, 
Illinois, 1972.)- 
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BASIC^^miEIgmnLNG :SKTT,J , ' . ' 




/// ■ 



1.0 Attending ,bdyvtor: Sijiply paying to soo^cnie ■ 

■J is highly rei^orcixig,^^ m the.lielp^ to listen^ gain^ . ' 

. iiif onnatipn and ultimately^; to see' things '^frcm tha other 
■^i ^' •■ point' of view. "V- .i- • * . " • • 

c 1,1 ^ . . Itela3?Bd, atte^^ ^y- ; 

'"^"'1.2 ■ Ey^ contact /'^ ^, :v;,;p^ ^V^' - ' • ; 

1.3 Open ended invitations to talk - - • ' 

,1,4 see*- ,;:"gpc?d'^ . 



2,0 Focxased glistening skills.. 



. ^ : 2vl>. 1; Rein on 
^ ' .t^ conponent of Tf*iat is said;) 

2^^^^^ siJinnarlzing content. 



< 



t ".' / 



(Adapted from Ivey, A. E. Microcounseliiig , C. Thomas, Springfield, 



Illinois, 1972.) 
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i Mxa^DO^iaijm fiat 

' i .. ; :Evaiuatic^rt Form ; 



1 4- 



v/ 



/ 



Rate thie inter^ 5 p^ihti^^^cale^.folr ^each MLcroQOiJnseling • 



Ilaige. 6£ Interviewer ; 



Marie an "X" for each' factor uhte; the appropriate. 
' ' ' : ■ , Perfect : Good Average 




Good 



2.; .Eye cotitact 

3: Attenpts to 
follow 

■ ■ \~ 

4. MLniraal encoiirrages _ 

5. Open and/closed 
leads 



6. Structuring 

7. Bfefiecting feelings- 
anci content 

8. Suninarizing . 



4 :'>-:f.. 




able 



■3:,;.;, '^^ ■ ^■2; J^SSp? 

-.t .i A, . I • • ' a * . . 



/ 



Specific feedback: A . Best aspect of intervie w 



B. Needs inqjrovement on_ 

-J. 
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'3^45r4:00 p.m. • Closing :Lectxirette..on of . 

' • . . ^ " . Program Participant:. 'M$essqp[>mfeW -C 

• • . • the followdoi^.'^ ' . 

' ' speclfic^^^i^^ ax^jse for the results . 

2. The resioltsufe^lOTig to ^the test taker ^ , . 

V- .\ - ■ ^' - _ . - . - , ' 
'who has a right to have, tiietn^ explalned^ 

in ijnderstaridable terms. ^ 

3. 1^6 test ijser is responsible for pre- □ 
paring coi^elees to tdce, the test under ^ 
Optimal conditions (Pretest orientation) . 

, 4. No set of nunerical test resiilts capture 
the essence of a human being, 
a/ It's possible and desirable to 
describe things non-nnmerically. 
V. b. Nunbers have no ineaping iif tiiemselve^^ 

only people . experience meaning. Ihus 
^ . there is no.. such thing as objectivity. 

. c. Mqre of something inay' not be desirable 
(often things are not linear' 
d. Nurbers as labels imply static Bis^s - 
humans are dynamic . . . 

5* TJdngs that^^can be measured precisely 
tend to be relatively uninportant. 
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Assessment- most be carried out witii 
techniques that: 

a. Ace siiitable for -the test ta k e r 

b. Are of high validity and reliability 

c. Engage as. nuch participation by the 
assessed person as possible 

d. Are sijpported by nultiple . \ 
observations ^ 

Interpretation should focus on the 
strengths, on what is possible and on 
reniedying weaknesses ^ Healthy optindsm 
is a key to helpful, interpretation. 

4:00-4:15 p.m. Introduction to Behavior Contracting as a 

Model for Employability Planning . 
Definition and distinctive elements : 

1. Reciprocal^^^both parties ' are boijnd 

2 . Specif ig contingencies and behaviors are 
spelled out 

3 . Negptiated 

4. Time boimd 

Adi^antages of bdiavior contracts: 

1. Provides written record of * deciisionis ' 
made and course of actiorj to follow 

2. Acts as motivational device for counselor 
vho may otherwise procrastinate. 
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3°. Gives counselee a sense of progress 
if broken down into segpmts with 
evaluation after gach. 

4. Forces counselee to assume responsibility 
' for behavior. 

5. Tends to insure return of counselee 
^or periodic ervalu^txOTl! 

6 . Treats program .participant as responsible 
person. 

Examples of behavior contracts arfe discussed. 




4:15-4:45>,p.m. Exercise in Pairs: Negotiating a Behavior 

^ ... ^^^^^^^^^^ ^^^^^—^^^^^.r^^^— 

Contract | , 

Each trainee assumes the role of either con- 
^tractor or contractee, and pairs are given 15 
minutes to decide on a goal for the contractee 
TA?hich Can be accomplished today, (e.g. Conr 
tractee will take careful notes during i 
nisxt 4 hours, or contractee will not exceed 
900 calories intake until bedti ine , or xd.ll 
eliminate some mdesirable behavior for 6 
hours). Contractor will specify evaluation 
times and record keeping procecirres (often 
, these serve as reinforcers) .or other rein- 

forcanent and sijqpport behaviors on^ t^ part 

ft ■ ■•'.> • * ■ ■ ^ ' 

^ - of the contractor . Write these out and sign 
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4:45-5:00 p.m. 




contracts • Any changes after signing must . 
be negotiated/ Contractor administers contract 
for its duration. Discussion follows. 



Feedback 



Trainees are invited ^ give direct feej^back >fc 
to the trainers. Sitting in a. circle, each 

trainee is asked to select a positive and 

J, " ■ ■ 

negative C'sometjmig 'tiiat coiiLd be 
about the day ''s training. . Trainiers may not 
respond till all hgye cornnentfedv Then a few ' 
minutes of open discussion is heKr, It^is 
important for trainers to acctept all the 
feedback and not respond, defensively to 
criticisms V - ^ 



.J . 



■1. 
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■ / * ., 

Day ll' • , ' ■ 

9:00-11:00 a.m. Similation; -"Pipeline"; An Overview of the - 

. Employability' Developcoent Process. 

See Manpgw^ Iristitutibnal Q 

410. Copies are ava^ 

"Natiooal Tedihical^-Inforniatiori Service 
Springfield^v3Z4-^151 ' ' 

While si^qpplies last , a limited nunber of 

. ^ copies aire also available from the Manpower 

InstitutioTial Grant. . . , ' 

11:00712:00 p,m. ' Employability Planning ai Decision Making • ^ ^ ^ 

A. Goals : A method for eliciting goals 
through fantasy: 'The Guided Career . 
' Fantasy^' In this exercise the trainees 

. after an introductoiry esq^lanation, .are led 

to imagine a trip forward in time ten years 
' ' . " . hence and are asked to imagina with eyes 

^closed the following scenes: 
\ "it's morning, yoia're waking \jp. Where 

are you? It^s a work day, so you get \ap 

■ ' - ' , ' ■ . . . . . ■ 

and get ready for yoiir job. You dress, eat 
breakfast and leave^Jfor wopk. Vlhere are 
you g^ing? How do you get there? You 
n ' arrive at work — look around; vAiat will 

. you be doing" today? What .kind of people 



are you working" with? VJhat dS^you lose to 
c3o^ ybiir work? At lunch, where do: you'^eat? 
As you complete the cJay's work, ^what did 
you acoonplish? How do you eel? Now ; 
yc?u go home. A^ you arrive, describe the 
place. . .Is anyone there to greet you? 
How do you spend the ev^ning?^What is 
your life like? What kinds of friends do 
you have? What do you do for entertainment?" 
A discussion follows regarding the role 
of fantasy on 'gpals and the issiae of 
client motivation. ' 

Valties : Working definition; Sonething th^t 
is inportant to you and ^which, freely chosen 
*'frOTi alternatives after considering conse- 
quences leads to* some consistent pattern 
of action. Though everyone has values, few 
are aware of them, and nake lif e chcdces 
without considering the values explicit in ; 
such choices. Choosing a job is as much 
a function of '^values as aptitudes. Employa- 
bility program' participants need to becccae 
aware of life and w^rk values they hold. 
Ihe secret of "motivation" is to make 
choices consistent with one's values v 
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Some work values are: 

- Interest 

- Independence 

- Self expression \ 
r Service ^ 

- Leadership 

' - Reward, incliading tnoney 

- Ad\7ancenient * 

- i^^ognition 

- Variety : > • 

- Security . . . These really tell vteit 

one wants out of a job 

in addition to the money 

, ■ . ■ ■ 'I ' ' • . 

earned. 

Other valtaes, not necessarily work related 
include:^ . \ 
^^-Power ^ * " ' 

- Honesty 

- Friendship . 
Health , - . :* 

- Family ^^ . 
-■^Knowledge 




Intimacy . , . These tell vAi^t one wants 

»■ / . ' ■ ' ■ 

• ' out of lllfe: - 
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TKere are any nundber of exercises "v^iich 
may be used to help trainees mderstand 
the concept and relevance of ^^lues in 
'behavior. The valioe auction is an . 
exercise v*iich helps clarify the relative 
strength of common life valtxe^ and takes 
about 45 ndiTutes to conplf te; ( A Practical 
Guide . to Value Clarification by M. Smith, 
University Associates , Palp Alto , CA, 
pg; 25, variation 1, is used here.) 
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' /■ ■ ■ ■ • ' ■ ' 
■ . VALUE AUCTION 

' ■ ■ . ■ ■ : • ■ ■ 

Goals ; ■ , ■■■ ^ ■ , 

1. To determine those life valvies that are of greatestrin?x>rtance 
participants . • 

2. To expXovB the degree of trust among participants/ 

.... ■ • ■ : ■ / 

3. To examine the phenomena of cqopetition and cooperation, ' 
4.. To invite consideration of how life values affect decisions 

concerning personal needs and aspirations, ^ 

■ ■ ■ ' ■ . . 1^ ' 

Group Size 

•Rrelve participants and- one aiictioneer , 

' ' ' '' ■ ' 

Tiine Required - 

Forty- five' minutes . ' :) 



Mateirials "^nj.^ 



Variation 1: 

1. A Value Auction Sheet for each, participant. 

2. A pencil for each participant, 

I" • ■ - . . 

Physical Setting 

^ large room with movable chairs. 
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Variation 1 ^ . 

Process ' " , 

1; T^!!^ facilitator C^xictioneer) passes out a Value Auction Sheet 
' to eadli participant and explains^ the gpal of the activity / ^!B^ch. 
.'person is "given'' $5,000. and is instructed to work iiidependei^tJ.y 

* and to lose tiie first colunn to budget this amount for the listed 
itanns of value. , . - - " 

2\ When budgeting is finished, the fapilitatqr auctions off the itens ; 

• in randan fashion or by asking the groi:^) to- focus on itjaois of value. 
The items should not be aioctioned off in order. ; .: 

3, Bids should be in increments of "^ip less than $100. Participants 
are cautioned to keep track of their l^bank balance''/ The use of. 

— » . • 

coliinn two, "Highest Amount I Bid'.', is inpbrtant to help partici- 
' pants recall their . interest in various iten^ . ' ^ / 

4. When an itOT is. so Id, the highest bid is recorded by everyone in 
:\ ,coluran three alop^j^l^ the initials of the. person v±io bought it. 

•5. When all items are auction|d off, the facilitator pro<;esses th6*--;'- - 
activity, focusing esp'eciall.y on .the following questions: 
a. Did yoU get xAiat you va4ted? If not,. Xdiy not? 
h. How did you^feel about ccopeting for ^{bdt yoa wanted? 

c. Did you spend all your money or do you have any left? , HoW;^ , ' 

-■ . - . " *, 

much? Why? " . ^ . 

d. . What did.you learn about-yovar persbnal value system? 
Following t±ds exercise, the traiher discusses the use of both life and' 
iwork values as auction items vAien working with CEIA program participants 
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'..,■'■''■)'■•■. ' ... • . . 

*• * . ^/ VALUE AUCTION HANDOUT v . 

Take a few ininutes to think .about the meaning to you. of the itecos listed 
below and then decide on three or ^f coir, T;*iich are' of nost icnportance to 
you personally. Indicate these iteois with a check (J) mark. At the 
bottom of tftie page add any value that is important to you but not 
• specifically listed. . . 
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Self-sufficiency ^ ' 
IrrEluencing others 

Exerting power overfQiir^s (growing gardens, progranmkig 
conputers , fixing broken madtiines , etc . ) ' 

Giving l6ve ; . 

Being spontaneous 

Having an active and satisfying athletic life 
Opportunities for adventure 
Having an active and satisfying sex life 
Good Health 

Large family / \ 
Wealth! 

Approval by the opposite se5c . \ 
Intellectual stimulatiOTi 

Keeping physically attractive ; . . ; ^'-^ 

Contentment with doing nothing for long periods :of time 
Prestige 

Maintaining Icmg- term friendships 
Receiving love : • : 

fiaving a close and stpportive fggpJ-y 1^^^ 
Indulging in frequent tra^^ \ 
Freedom on the job to come and: go as on6 pleases 
Spiritual fulfillment ' ^ 



1 
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• - VALUE AUCnCN SHEET 



Amount I Highest ' Top 
Budgeted Am' t Bid Bid. 



1. A satisf5rLng and fulf illinig Tmfriage 

2. Freedom to do vAiat I want 

3. ^^ A chance to. direct the destiny 

of a nation 

4. . The love and admi ration of friends 

5. Travel and tickets to any cultural 
or athletic event as often' as I wish 

6. jConplete self-confidence with a ^ , 
positive outlook on life , 

7/ A h^ppy family r,eIatioTnship 

8. Recognition as the most attractive ^ 
person in. the world 

9. -A long life free of illness 

10. A complete library for my private 
use 

11 . ^ A satisfying religious faith 

12. A month's vacation with nothing to . 
do but' enjoy myself 

13. Lifetime, financial security 

14. "A lovely home in a beautiful setting 

15. A wrid without prejudice 

16. A chance to eliminate sickness* 
and poverty^ . * 

17. International fame and populiarity 

18. An understanding of the meaning of life 



19. A world without graft, l3ring or 
cheating , ^ 

20. Freedbm within my work setting " 

21. A really -good" love, relationship 

'22. Success in my chosen prof ession- or 
vocation 
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12:00-1:00 p.m. 
l'^-^i:50:p.m; 



Lunch 



Occuqaational Infonnation ' ^ 

Enployability pfrogram participants must 
becoGoe aware of the essential dimensions . 
of jobs. They 'inust first have some 
kind of/cognitive ways to organize tiieir 
thoughts about tiie world of wrk. One 
vTay to accomplish this is to- explain 
the job market in terms, of the training, 
requirements and job focus (Data-People- 
Things) .. A matxix is dlrawn on the black-- 
board T>du.ch is explained: 



Data 



r 



People 



Things 



No training 
required 


File 
Clerk 


Receptionist 




Short term, 
training 


Typist 






Special iized 
training 




Beautician 


Machinist 


College 
required 




Social. Worker 





'*Data refers to facts ^ figures or information; 
People means providing a personal' service 
to^ others and Things refers to tools, 
equipment, materials or machines • Some (. 
jobs have more than one focus, but \jsually 
each has av main one . The traiiiing ^,get 



into the job also varies. Some don't 
require any; some just short!, term training 
(up to 6 months) ; and some iCu[uire" a <> . 
college degree". Ask participaits to fill 
in blanks on the chart followihg tliis 
or ientfation to the world of work . The , 
concept of specific skill requirements 
maybe introduced (e.g,, math, leadership, 
artistic ability, writing skills, etc.) 
and finally standard sources of occupa- 
tional information are discussed such as 
the Occupational Outlook Handbook , VIEW, 
etc. 

Sample Gases ' 

Trainees:, are divided into 4 . eifua^ si^ed 
groups to disiiuss the cases of -Walker 
Imia, Stbney and Michael. Each group 
^ansWetrs discussion questions in' small 
groups and reports back to the large grouj? 
on. their deliberations. 
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Walker Fielding is 17 / black, ^ a dropout iI^the 9tli -g?:ade, after 
several expulsions fron school for txuancy; tardiness and Tack of 
interest. He lives with his mother and t^ younger sisters? spending 
most of his time- watching TV. Walker has'never worked, not even 
briefly. He is in reasonable; health, thou^ somevdiat oyerweightr""— 

^ His mother suggested, then insisted that he come in. '^ISheJs^ 
waiting for him outside your office. He's very quiet, doesn't^ say : . 
much, and^giv^s ;the appearance of -passivity, sluip6d in tlie cha£r, 
waiting for you to talk, ai^^ in monosyllables. > 

* He doesn't know what kind of job Ya^ wants, didn't like school, 
supposes that he will have to go to xrork someday, but just doesn't 
know how or what to do. He says there' are no jobs out there. ^ His 
fati^er left the family oyer, ten years ago, "whm the girls were little 
and hasn't been^- seen since. . - V 

When you asked him i^t he ftLght like to do, he jtist - sn^ put 
his head dimi and said "cjbnjlt know". Getting ixifAfmation is very 
-difficult. ft. 



Discussion ^ / ^ " 

1. How can you find out more about Walker? - 

2 . What do yqu need to know? 

3. What are some of his enployment barriers? 

4. Does he have any strengths? . . ' ^ 

5. - Is he. suitable for your program? \ 
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, V inna is a 22 year old Puerto Rican woinan ^vAiose family came to the 
mainland to work ias migrant fairm laborers . They moved first to Florida, 
then fran Florida to New Jersey, to Wisconsin, to Illinois, Indiana, 
Louis^pia, Kentucl^ Ohio, fpllowing various crops, often' with long 
spellsSDf uneniployment between, jobs* She is the micjdle child'Vdf five, 
ranging from 30 to 14. The two older children have long since left 
home, haying married. About a year ago her fadier died, after a^long 
illness. Her mother tried to keep the family together, but could not * 
manage to have them work^as a Tjnit, became very depressed and unable to 
vrork herself or even handle the cooking, etc. She applied for welfare 
and is .currently receiving ADC. ' 

Irma feels responsible for her mother and the younger children. 
She wants t6 get a job to help sxjppclnrt them; but soneday she^wants to 
get away to a life of her own, marry, and have a family. She has a 
boyfriend who is uherfployed, aa^ as she says "is' a vrild person ^*o 
drinks and steals and takes (Jrugs and doesn't treat me well, but I just 
can^t help loving hiin." \ 

Irma has had littl^ formal schooling, but she speaks English well, 
says she can read and -write a little, and learns things quickly. Other 
than farm labor, she has no work experience. 

She! is quite good looking, dark haired, slim and petite. She is 
well dressed in a skirt and tilouse. However, she has severe dental 
cavities, and says that »of ten her teeth bother her so that she can't, 
sleep. You also note a severe coujgh, which she says is the result of 
the flu ^Aiich she got about 8 months ago and can't get rid of. - 



Discussion » 

Irma's case may tpt be typical, but ^ there she sits looking at you 
hopefully. Discuss the following issues. 

1. What do you need to explore further with Irma? 

'2. Is there any immediate action to be taken? ^0 ' 

3. What are some of her employment terriers? 

4. What may be some of her strengths? 

5. What services might be necessary to increase her eqpXoyability? 

6. Is she enplpyable now? ' ' 



J 
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• "MICHAEL" No 



Michael 'is 25 / urtnarriM and unenployed. ^Ihe last job he had was 
over 4 y6ars ago v?hen he vjorked In a car wash for six months; before V- 
that he worked of£ and on for a few days at a time at "odd jobs" for a 
■.year. Prior to that he was in New York City for one year. Recently, he- 
has been in prison fc^r drug trafficking, serving a 6 to 10 year sentence, 
but getting out after 3 years plus for good behavior. While in prison 
he workedJip tlie laundry, in^^ and acquired a high degree of 

skill In Hcense plate ma^^ 

, Michael ^s education ended in 10th grade ^en he was expelled forcm ' 
a city hi^ school for misconduct. His school record was poor, he missed 
classes consistently, dnd was expelled a nuirber of times for fighting, 
dtftjnkenness and various other sorts of misbehavior , inSliadir^ arson and 
assaulting a teacher. ^ 

During his last year in prison, he became converted to a fundamen- 
talist religious point of view and as he puts itr ^-^tablished a personal 
relationship vith Jesus." He says it turned his lifeSaround; he no 
longer took drugs, became involved in a bible study group, began to take 
courses 'in remedial reading and made a decision to ^ 'serve the lord" for 
the rest of his life. ■ 

He is staying with his mother at the moment, but feels he should 
move out as soon as he can. His parole officer wants him to get a job, 
but he thinkS: that he ought tb get some traiijing first so that he can 
get into "something with a^future." . 



Michael Vs appearance is disconcerting: he wears a dirty t-shirt, 
bib overalls,, is. growing a scraggly red beard, but his head is clean 
- shaven" It is apparent that he. does not ,|i&the regularly. The lower left 
side of his face is covered with ^ deep poiftwine stain. 

In the past tvgo months, since getting out ot prison.'^e has worked V 
on a temporary job in a warehouse moivlng stock, and has met a "good 
Christian girl" at a church event ^om he hopes to marry someday \Aien 
he canssi4>port a family. She works as a grocery checker. 



Discussion , , 

While you will not be able to develop an enployability plan fran 
the iriformation given, you nay taljce sane initial steps. 

1. What areas do you need to explore fur:ther .with Michael? 

2. What are sdme enployment barriers? 
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3. What are sane strengths? 

4*, What are some likely services he will need? 

5. Is there any immediate action to be taken? 



\ 



t - [ 
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.- "They call me Stoney because I used to get so stoned when I was 
in school, but I got to like the name. My real name is Arthur, Artinir 
Jamies -Jackson. " You say; "Well* thej^e was a famous general called 
'Stonewall' Jackson, so that goes, well together." "Yeah? Stonewall 
- Jackson? Ma y be - I be a g e neral, L uo~.- . You got any. general jobs? I 



got the naipe already I" And Stoney laughs, stands salutes and says . 
loudly to the others in. the office "General Jackson, here. Move 'em 
but, soldier/' Wanda, his girlfriend who has been sitting waiting 
for him caUs out disapprovingly, 'Hey, * fool, look what' you -re doingl*' 
Stoney sigihs, and sits down, snriLling. ^ 

Stori^ is 19, black and. has no substantial -work escperiaocia .other 
than helping his uncle who has » heating and cooliiig ser\rLce (2 s^^ 
truck driving, fetching Tjiateriife and helping install duct work, fur- 
naces and air conditioning units.) He says it was OK, but he doesn't 
want to do it for a living. He would like an. office job instead. 
Maj^e sorpeday he would becccne a lawyer because^he has the gift of g^/ 
can r6lat:e to people right asray and the bread is very good. He gradu- 
ated from high school last June but has not been able to find a "decent 
job'-' since. So he has been making the scene "on the street, taking it 
easy and eAjoying the company of some attractive women." But,, he says; 
he feels that he should do something positive to get mofving again; .earn 
some money, maybe to go^ to college (eventually . He has heard about- sane 
training programs you have and wants to check them out , * 

Stoney 's health seems good; he'.s a mascular, 6 ft. 3 inch "stick of 
V dynamite", (he says); he is dressed, in a see-throvig?i silk shirt, orange 
slacks with matching hat and- stylish shoes. He is weaifing very dark sun^ 
glasses. He has done a certain amount of decoirating on his own and his 
friends ' vans and motcnrcycles . , . . Airbrush paintiiigs,; pin striping, . 
lace work and original design- layouts. He likes that, but jiost does 
' it for fun. 



xscussxon 
X . . What should you explore further? 
2 . . What are Stoney ' s enrploymeht barriers? 

3. What are his strengths? 

4. Is he enployable now? 

5 . • What mi^t your program do for him? 
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2:30-4:00 p.m. 



"Putting A Plan together" The Eff^t of . • 

Form on Function." ' > 

Saiiple enployability forms are discussed as 

potential models for trainee program use. ; 

The same groiq)s are used as ip the previous ■ ' * 

exercise. 

1. Each maiber ddscribes the enployability 
planning form usied in their prograins and 
sketches its - appearance for the group 
(assijming one is being t:iised) . 

2. ; Cu ui ij un alitijss are discussed, uniqtie fea- 

tures e:q)lained and differences clarified. 
3/ Each format is examined: good features 
listed, omissions noted arid rated on a 10. 
point scale. (10=perfect, O=totally useless). 
.4. An ideal cccposite form is drawn ^ for 
each program represented, taking the best 
features from each format, considering. 

thd ideas of this traiiung session and"^ 

\ ► . * ■ 

taking the program pecuKarities into account. 

5 .- Results are shared in the large group, with 

model formats drawn on Wie blackboard 

• available for inspection of all trainees 
' • , ' - ' . ' 

who are free to coranent or ask questions. 
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EJMABILin DEVELOPMENT PUN' 



•Bfloyer l^quiraiHits: 



Date' 



Client's Mmiiiun Financial Requiratenfi' 
Innidiate Area of Bnplopent: ■ 
Related Area of Bnployraent : , 



.Putui;eGoal; 



.V 



Client's Qnployneit Assets: 



Client's Bnployment Liabilities: 

r ' 

Steps to Achieve iSnployment: 



Activity 



Activity 
Responsibility: 



Follow-up 
Responsibility 



Start 
Date 



Msir 
Date 



Expected Results 



Expected Dateof .Job,Readiiiess_ 



Jotal Program Tiine to Secbme liiployable_ 



Tlie above enployability plan has been discussed with nie and I a ; 47 

; • the necessary effort to carry it 'out. ' - 



Client 



^ • . Bnployability Development Staff Representative_ 
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. EMELOYABILITY PLAN 



ENEIQLLEE 



SOCIAL SEajRm-NO, 



VKfSm SITE 



POSITION 



PREPARED BY 



DATE 



Occupational Objectives : 



Initial inteirsTiew 

Does enrollee have qualifications 
- needed? 

.. Are there local enployment 
: ' ppportnjrd 

Is relocation necisssaiy? 

Is the enrollee job ready? 



Ultimate 

I' i 

Yes_N6__ 

Yes_Nb_ 
yes_Jto__ 
Yes No 



Interiin 
2. 



Y€S_JIo_ 

Yes_No_ 
Yes No 



Alternate 

3 ; ■ " 

~Yes__No___- 

YesVNo_ 
Yes_No_^ 
Yes No 



Limiting Factors or Barriers Affecting Enrollee : 



Liinited English Speaking 

AbiliS^ ' 
Illiteracy 
Basic Education • 
' leadcs HS Diploma or .GED 
lack, of Vocational Skills 
Lack of Work Experience 
.Health . 
Chemical Dependency 
Ex-Offender/Parbleie 



Transportation 

Housing 

Child Care / 

Care of Other - FanrLly Went 

Marital Problems 

Legal Problems 

Attitudes ;^ . 

Other (Specify) ' 



Serviceis Need^ to Oviercome Barriers: 



Not 



Appr. 



Firo B : v»,v, ,>-vir:' 










Vocational Interest Test 










Aptitude Test 










Interview Techniques' 










lt?esunie 










Other (Describe) - 
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Overall Prbgiram Oblective : 



_ Deveioiwent: of new skills 
(specify) 

_. Inprovei jnresent skills- 
, .(specify 

t)evelop^c5rrent wxrk hi'story" 



Inprbve v©rk habits 
Pull tiine en?>loyment 



Anticipated exit interview date: 



AppiroxiDQate review/ date of Enployability Plan: 



ERLC 
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Nam e \ . • 

Occupational Objectives: 

Has the enrollee's occvq)atioiial objectives changes? Yes No 
' (If yeis , conpJL^te) , ^ 

Folios^-up irxteryiewr 1, 2, 3, 



Does enrollee have qualifications y - ' 

needed? Yes Nb^ Yes No Yes No 

Aire there local anployment 

opportunities? Yes No Yes No Yes No 

Is relocation necessary? Yes No Yes No Yes No 

Is the enrollee job yeady? Yes No : Yes No Yes No 

Coordinator Assessment : s 

A. - Are. occupational objectives realistic? Yes No . 

B. Describe procedures to obtain or tnodiJfy occv?)ational objectives. 



1- 

2. 



5. ..: ^ 

6. ' ■■ ^ 



\ 



■ 7. 

9. 
10. 



:0 



7 



Anticipate^ exit interview da1se:^^ 



1 



epared by • ■■_ pate_ 



■J 



4:00-4: 30 ,pv!(^"^: . Traddug Client Progress- Tcward Goals . _ 

A brief exposition of 

concept is given Csee Evalijation , '^GoaL Attain- 

V--- ■ ' y' 

! inmt Scaling in a Comty Mental Health Progrartf ' 
by T. J. Kirestik, Special lybnograph #1, 1973, 
pgs . 12-18) • A Goal Attainment Sc^le adapted 
by the author for an onployabil^ty prograrri " 
participai;it is used as a handout and a general 
discussion of the tedmique . occur 
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X-Levd. at Intake 
*-Level at 

Midpoint 
f Level at Follow- 

r 'up ;'. .-.^ 


SCALE A V 
Education 


Skill Acquis. ' 


SCALE G 
. Assertiveness , 


' SCAIED ;. 
Alcohol Abuse * 


SCALE &• i-' 
Voc. Planning 


Negpti- Yes 
ated? No 

Weight: 6 


Yes 

No 

weignt: y 


Yes 

.No 

weignt; .J 


.■■Yes ■ 

■ .' * # 

weignt!. ill 


■ Yes..' 

'-No., 

weigiic: ill 


Ijjfcst unfavor- 
able outcome 
judged / 


Makes^iB^^tanpt' 
to enroll in 
educational 
program. 


Has no plans' to 
get into skill 
training, 
rejects idea. 


Makes no attenpt . 
at social inter- 
action. Remains 
at home most of 


Abuses alcohol 1 
constantly; 
needs detoxifi- 
cation, total 


No voc. gpals, no 
occ. info. indif- 
ferent, to plan- ' , 
ning ,for . - 




the time. 

* X ■ 


depaidencer- 


occupation. ", . 

.•■■'■■■■ ,x 


2. Less than 
expected 
success. 


Enrolled, some, 
progress, atten- 
dance sporadic, 
grades poor. 

X ■ ' 


Vague plans for 
skill training 
delaying 
entrance. ^ ■ • 

X 


Few friends, ' 
generally with- ' 
drawn; doesn't. . 
.interact with 
authorities. 


Frequently 
(weekly): tees 
alcohol; 'some 
disruption of 
progress in 
prdgram. X 


S6es need to 
planning, has not- 
yet seriously be- 
gun career 
exploration: 


3. Ejtpected 
— Ue?el^f 

r7:outcoiner===^ 


Enrolled in Ed. 
program, good , 

sing toward car 


Enrolled in Voc. 
training^. : 
:^-progress 
Htn-%c.-5ldlls^ 


Ndrnlal social 
life, gets 
along w/peers,; 
some interactki. 
w/authorities. 


Occasionally 
(tonthly) . , 
abuses alcohol; 
^soifi'disruption 
of progress in 
program. ' *| ■ 


Has general goal • 
wrMng toward 
refining and 
•testingit. 

■ ' * ■ ' 


4. Better thanL^ 
'ejjpected; ' 
oiitcome. 


Has received GED 
~or|raduafe€d~_^ 
fromHS. ■ , 


Conpleted Voc.. 
trainihg, ready 
foTjob^place- 
nient. . ■ ' 

•I ■ ■ 


Has active . 
social life,,: 
related well ' 
with ' 
authorities. 


Rarely abuses , 
alcohol-., 
once ill 3 
nDnths.\:^ ' 

V 


Has specific 
goal consistent 
w/int. & ability; 
knows steps tb 
carry it out. 


5. Best , - 
expected 
success. • 


Enrolled in 

postHS; 

courses. 


Top marks in 
Voc. training, 
.placed on jdp 
employer reports 
'good progress. ' 


Socially self . 
assured, sought ■ 
out by peers, 
'at easfe with 
superiors. 


6 nonths with- 
out alcohol 
abuse. No 
longer a 
problem. 


In process of 
m}ving toward, Voc. 
goal' through job. 
Generalizes plan- 
ning sEUs in * 
nware^is. 



Levelat' Intake 65 



at Midpoint 123 



at.Follow-up M 



4:30-5:00 p.m. 



Evaluation of : thfe Training 

Trainees, conplete the follpwing evaluation 

form and return it to the st^te training 

coordinator- 




■ is- 




■ > 
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■ ' SEmNAR' EVALUATION K)BM 
SIAI E ■ 

Please rate the. following itans using t±ie 5-point scale^by circliiig t±ie 
appropriate nuobe^. 

■ POOR FAIR ADEQUATE « GOOD EXCELXENT 

1 - 2 3 4 5 



1. Degree to \Aiich stated gc5als of the; ^ 1. 2 3 4 5 ' 

se^pinar were, met. ' 

•2. Instructor's presentation of subject 1^2 3 4 5 

matter of the seminar. . . 

3. Quality of the materials presented in ■ 1 2 3 4 5 

the -seminar. 

, Relevance o^ the seminar to your work 12 3 '4 5 

situation or interests. ' " 

■1 . . ... _ . 

5. The opportunity for participant input, " 1 2 3 4 5 
interaction and involvement in the . j • 

seminar; ^ . / ^ 

6. Your overall impression of the seminar. 1 2 3 4 5 

7. How would rate the overall program as a 1 2 3 4 5 
training e:q>erience? 

Coiiinents : 



8. 



V3hich parts of the_ training were nDSt useful to you? 



Page 49. ' ' 
9 . Which parts of tlie txaining were least laseful? 

10. Wbuld you reconinend th&t co-vrorkers attend this. session? 

Yes ■ ' '. 

No - 

Uncertain 
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